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While our figures show there is work to 
be done when it comes to addressing the 
gender imbalance within our business, 
it’s important to note that a gender pay 
gap does not mean that women and men 
are paid differently for the same work, but 
that there is a disproportionate number 
of men in the more highly paid roles. It 
has been widely recognised that this is 
an issue in many businesses within the 
financial services sector. We are clearly 
no exception and recognise there is more 
to be done in terms of the retention and 
progression of female talent.  

When it comes to equal pay, we conduct 
regular reviews and have robust 
processes in place to ensure that our 
people are paid fairly and equally for 
the same work as well as consistently 
with their peers in the wider industry, 
meeting both our legal obligations and 
ensuring we are remunerating properly. 
 

Foreword 

Welcome to Killik & Co’s first gender pay 

gap report, which outlines the results of our 

gender pay gap analysis for our firm as of 5 

April 2020. Killik & Co is an independently 

owned wealth manager, helping clients to 

save, plan and invest for the future. We are 

also one of the few remaining Partnerships 

in our space. While we recognise that under 

the letter of the law we are not required to 

publish our gender pay gap data inclusive 

of our Partners, given our desire to be as 

transparent as possible and in accordance 

to what we believe is the spirit of the law, 

we have chosen to conduct our analysis for 

both employees, and Partners and employees 

combined. 

For Partners and employees combined our 

mean gender pay gap was 47.52%, and our 

median gender pay gap was 44.44%. For 

employees only, our mean gender pay gap 

was 32.67% and our median gender pay 

gap was 33.4%. We provide a more detailed 

analysis further on.

Mean gender pay gap

46.87%
Median gender pay gap

44.59%
(For Partners and employees 
combined)

Mean gender pay gap

30.80%
Median gender pay gap

32.73%
(For employees only)
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We truly believe that to make an 
organisation great, it needs to be built on 
the foundations of a healthy, inclusive 
and collaborative culture with a client-
centric mindset at its core. Our ambition 
and commitment is to make Killik & Co 
the best place to work for everyone.

In 2020, using an independent external 
agency, we conducted a full cultural 
audit and refreshed our people strategy 
to reflect the findings. The process 
involved senior management coaching, 
employee surveys and focus groups that 
all contributed to our ‘Target Culture’ 

Paul Killik 
Founder and SEO of Killik & Co

I confirm that the 
calculations provided 
are accurate and meet 
the requirements of 
legislation.

goals. Central to our strategy is an 
open and inclusive culture, listening 
fully to the ideas of others, recognising 
everyone’s contribution and celebrating 
their achievements. 

We are pleased to report that from our 
2020 employee survey, “having a good 
relationship with my colleagues”, “an 
approachable manager”, “a manager 
who is passionate about what we do and 
how we do it”, and “a respectful working 
environment” were the top scoring 
answers across the business.

out of5.35 7.00 Average score of all questions asked 
5.12 in 2019

6.28
I have a good 

relationship with  

my colleagues

6.21
My manager is 

approachable and  

easy to talk to 

6.13
My manager is 

passionate about  

what we do and  

how we do it

6.09
People I work  

with treat me  

with respect
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“We truly believe that to 
make an organisation great, 
it needs to be built on the 
foundations of a healthy, 
inclusive and collaborative 
culture with a client-centric 
mindset at its core.”
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The Requirement

The gender pay gap is the percentage difference between average hourly earnings 
for men and women.

The reporting regulations came into force on 6 April 2017 and requires all UK 
companies with a headcount of 250 or more to publish the following specific gender 
pay information: 

• Quartile pay bands – the percentage of male and female employees in hourly pay 
quartile

• Mean gender pay gap – the difference between the mean hourly rate of pay of 
male full-pay relevant employees and that of female full-pay relevant employees 

• Median gender pay gap – the difference between the median hourly rate of pay of 
male full-pay relevant employees and that of female full-pay relevant employees 

• Bonus proportions – the proportions of male and female relevant employees 
who were paid bonus pay during the relevant period 

• Mean bonus gap – the difference between the mean bonus pay paid to male 
relevant employees and that paid to female relevant employees 

• Median bonus gap – the difference between the median bonus pay paid to male 
relevant employees and that paid to female relevant employees.
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Partner

Director

Manager/
Line manager

Below line
manager

Male Female

97

15

68

17

14 3

432

Male
64%
(160)

Female
36%

(90)

Our Gender Pay Gap

The Killik & Co Partnership consists of 250 individuals, made up of 214 employees 
and 36 Partners. 

Fig 1: total employment split by men/women: 160/250 men;  
90/250 women
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Male

Female

30.80%
gap

Male

Female

32.73%
gap

The mean difference in average  
hourly pay between men and women
(All full-pay relevant employees)

The median difference in average  
hourly pay between men and women
(All full-pay relevant employees)

Bonus pay distribution
(Proportion of relevant employees 
receiving bonus)

Bonus pay distribution
(Proportion of relevant employees 
receiving bonus)

Male
84.62%

Female
69.47%

Employees only
In this report we have 128 male employees and 86 female full pay employees.

Using the calculations set by the Government, the Killik & Co statutory gender pay 
gap for employees only is currently:
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Male

Female

70.78%
gap

Male

Female

59.80%
gap

Mean bonus pay
(All relevant employees)

Median bonus pay
(Proportion of relevant employees 
receiving bonus)

Lower
quartile

Lower 
middle 
quartile

Upper 
middle 
quartile

Upper 
quartile

Male

Female

33% 51%

49%67%

30%

70% 85%

15%

Salary quartiles
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Bonus pay distribution
(Proportion of relevant employees 
receiving bonus)

Bonus pay distribution
(Proportion of relevant employees 
receiving bonus)

Male
87.65%

Female
69.70%

Male

Female

46.87%
gap

Male

Female

44.59%
gap

The mean difference in average  
hourly pay between men and women
(All full-pay relevant employees)

The median difference in average  
hourly pay between men and women
(All full-pay relevant employees)

Partners and Employees
For our 2020 report and in order to be as transparent as possible, we are also 
publishing our gender pay gap for Partners and employees combined.

In this report we have 160 male employees and 90 female full pay employees.
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Male

Female

86.52%
gap

Male

Female

74.55%
gap

Mean bonus pay
(All relevant employees)

Median bonus pay
(Proportion of relevant employees 
receiving bonus)

Lower
quartile

Lower
middle
quartile

Upper 
middle 
quartile

Upper
quartile

Male

Female

33% 63%

37%

30%

67%

70% 90%

10%

Salary quartiles
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“While ensuring that we 
are giving equal access 
to all and are attracting 
and employing the best 
talent, we are pleased that 
in the last few years we 
have employed an almost 
equal number of men and 
women. Since 2016 we have 
recruited 49% women and 
51% men.”
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Addressing the Gap

Our gender pay gap and that of our peers, reflects the need to further work on 
the attraction, retention and progression of women in our industry. The financial 
services sector, and Wealth Management in particular, continues to be male-
dominated, especially at a senior level and male applications continue to outweigh 
those from female candidates. 

While ensuring that we are giving equal access to all and are attracting and employing 
the best talent, we are pleased that in the last few years we have employed an almost 
equal number of men and women. Since 2016 we have recruited 49% women and 
51% men.

Encouragingly, and as we seek to play our part in building a female talent pipeline 
for the future, our most recent intake of trainee Investment Managers included 
43% women and for Wealth Planning the intake was evenly split between men and 
women. While this is indeed good news, it does mean that retention and progression 
is imperative. 

As part of our ongoing strategy we have actively pursued sustainable and ‘organic’ 
growth as opposed to developing our business through the acquisition of other 
businesses or qualified advisers with their own client portfolios. We recruit at 
entry level, train our own advisers and promote from within; we are proud to 
have developed a culture where people want to stay with the average tenure of our 
employees being 8.5 years. We strongly believe that this talent strategy supports 
better client relationships but acknowledge that it will impact our ability to fully 
redress the gender imbalance as quick as we would like. 

As we continue on our journey to ensure we have a more balanced and diverse 
workforce. Our ongoing priorities are as follows:
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“Having a diverse workforce is not a box-ticking and legislation 
exercise for us; we truly believe that increased diversity amongst 
our employees and Partners will make us a more innovative 
organisation that will appeal to a wider variety of clients.”

Killik and Co is a responsible employer which believes in doing the right thing 
for our people and keeping the future in mind when we make decisions today. We 
are guided by our values of being responsible, showing courage, working together 
and always being professional. This means treating everyone fairly and on merit. 
We recognise the importance of a diverse and inclusive culture and providing an 
environment where everyone has an equal opportunity to build their career and 
succeed. We recognise that there are areas we can improve on when it comes to 
addressing the gender pay gap but hope that this reports demonstrates we are 
making the necessary steps in the right direction.

We are committed to proactively driving change, both for our own people and 
across the sector as a whole. We look forward to the coming years and helping to 
make a difference. 

We will continue to ensure our recruitment tactics and interview 
process are both balanced and impartial towards both genders. 
Since 2018 we have removed gender and name from our CVs. 
When advertising roles we use a third party review tool to ensure 
the language we use is gender balanced and neutral. Use gender 
balanced interview panels where possible.

We will help retain our female staff as they progress up their 
careers by ensuring we offer flexibility in their working lifestyle; 
enhanced maternity leave; optional part time return to work to 
support reintegration; our menopause support group; relevant 
training and development initiatives that nurture the talent within 
the business for both genders.

We will build out our diversity & inclusion strategy to include 
equality initiatives that support all aspects of diversity, including 
gender and gender identity, ethnicity, disability, sexual orientation 
and socio-economic background.

We will run insights day for young people to help give them an 
understanding and experience of wealth management through 
informative talks from the different areas of our business. This is 
an important tool for opening up access to young people of all 
genders and backgrounds to our sector.
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